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"mstract 

^ \ Tutor9* perceptions of their supervisor/leader in |the 

Academic Skills/Learning Resources Center at Bowie State College' were 
surveyed. Twenty ' tutors enployed by the center through ihe Special 
Services for Disadvantaged^StwSents project were ada^ini stared the 
LeadelT' Effectiveness and Adaptability Description questionnaire 
developed by Bersey and Blanchard. The center provides tutorial, 
learning skills, counseling, and- cultural services to low- incoae 
]( and/or handicapped stiHients. Ten of the tutors had only been eaplpyed 
for 10 weeks, while 10 had teen eBpleyed for 2 or nore serosters. ■ 
'There was a difference in the evaluation of the supervisor by»ntfir and 
old tutors. Old tutors perceived the supervisor /leader's style as 
^^ore effective than did'nev tutors. The results support the notion > 
'^'that the eaiployee'.s view of the supervisor is TOre consistent with 
the supervisor/leader's self-evaluation than is the per(reption of the ^ 
supervisor in new superfisor-employee relet i on shijps. The responses of 
both new and old employees to each questionnaire item jire indicated. 
The questionnaire consists of 12 situations and 4 possible actions by 
the :^ader. The respondent circles the alternative that best 
describes the behavior of the group's leader. (SH) 
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I. Stateisent of the Probles 

Evaluation Is senerally believed to Ibe one 'directional ; .ie., the 
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This paper proposes to examine 
'1e., the ^loyee's view and' 



supervisor/leader evaluates Vm enployee. 
evaluation lyoa a different perspective; 

evaluation of the supervisor/leader/ The esiployee's view of tlie super- 
Visor/leader can be Influenced by the situation (Fiedler, 1973), the 
aaturlty revel of the^loyee (Heirshey and Blanchard, 1973), the attitude 
of the supervisor/1 eacter (Blake and Houton. 1964) ^nd the supervisor/leader's 
st/le (Fiedler* 1967; Ashoyf, 1973; and, Tannenbauo^^and Sch^t, 1973.) 

The problra of open and honest assessment , of the supervisor/leader 
.by the employee can be approached fr^ th^ stand point of Isiprovenerit within 
the orsanlzatlon. For Likert (Rush, 1969), pte addition of the ^d super^ 
visor/leader Increases the pverall effectiveness of tfw organization Mhereas 
the addition of a poor supenrfsor/leatter decreases the overall effectiveness 
of tfie orgAiizatlon. Ths employees who work for superb sor/leader can 
directly Iwpact'on the or^nlzatlon's^effectlveness by fairly appraising the^ ^ 
supervisor/leader. Ea^loyee evaluation of the su^rvlso^ Is a participatory 
approach to management and system organization. (Schrelshelm and Kerf, 
1977.1 * • • ^ 

With 'the Iroprpveirent of the organization In mind, the supervisor who 

wants honest, open feedback can solicit the anonymous completion of a stand- 

"I 

ardlzed survey to protect the employee and to receive feedback. This paper 
presents the results of a survey of tutors' penceptlons of thtir supervisor/ 
leader in the Academic Skills/Learning Resources Center at Bowie State College. 
The Leader* Ef|rect1veness and Adaptability Description (L.E.A.D.J questlopnjlre 
developed by Hersey and Blanchard fl973) was the standardized survey In- 
strument used. 
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II. Hypotheses 

The Academic Skill s/Iearri1ng Resources Center Is the Special Services 
for Disadvantaged Students project at Bowie State College. The Center 
provides tutorial, learning skills, counseling and cultural services to 
tw hundred (200) first ^neratlon college*, low Incoirte an^or handicapped . 
students. Durliig tftfe fall 1983 seaester, tiierity (20) tutors were em^oyed 
on a part-tlae (10 hours |»r week) or a full-tine (20 hours per week) basis. 

|n of the tutors are new employees. Ten of the tutors worked fbr two or 
.morrNseiwsters with the supervisor. 
\ Hy^^esls #1: There will te a^dlfference In the evaluation of the 

supervisor btKnew ver^u$ old oployees. 

Hypothesis «: The supervisor's self-evaluatlon Is aore consistent 
withhold esploWs*^ evaluations than with the raw employees' evaluation". 
(That IsXin relat1^l|» which have been developed over tiM, the ea^loyee's 
view of the\upery1sor^s nore conststent with the supervisor's view of her- 
self than the terceptlon^f the supervisor In supervlsor-^g^loyee i^latlon- 
shlps.) / \ 



III. Review of theVlterature 

A nianber of theorists have ex^ored Wdership evaluation within their 
^ theoretical wodels. The theories of \ake and Ptouton (1964), Fiedler (19^^. 
1973), Likert (Rush. 1969) and Mersey and B^anchard (1977) will be presented 
In detail to document the various ways the supervtsm- as leader can be 
viewed and evaluat^. ^ * 

Blake and Houton 

. Blake and Ptooton (1964) present their theory as a Managerial Grid. 
The grid has two leadership style varlabres; Concern' for Production' and 
Concern for People. Concern for Production Is described as the leader's 
assumption toward an^ enphasls on accomplishment of the organizational task 
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Con^m for People Is a measure of a leader's ,assufnpt1onS»K|rd the eta- 
i)>iasis placed on interpersonal relations among. people iC-the organization. 
There are five Intersections on the grid tha't relate to leadership st>le: 

. - Improverished leadership style-' 
Hinlimffli influence is exerted in interaction with others. Little concern 
for production or people* is expressed. Host activities performed are rou- 
<tirte. . r . . 

♦ 

- Task-oriented* leadership style 

?ood relations are incidental to high production goals by^focusing on the 
planning, direction, and controlling of, all activities. * 

- Balanced leadership style 

Theaia is a balance between high productivity and good hi^n relations. 
The leader strives to find tN^ middle groundj so as to have reasonable 
production with good morale. ' A* ^ 

- Relationshipkoriented leactership style . 
Production is incidentajl to good htnmn relations. The supervisor focuses 
on the development of harmonious group relations so thTt work organization 
is pleasant. , . ' . 

- Integrated leadership style 

production is achieved by the ihtegration»of task and hwnan relationship 
r^uirements. The supervisor's major responsibility is to attain effec- 
tive production ahd high morale through the participation and involvement 
of people in a^team appreoch.^ For Blake and Mouton, the Integrated style 
of leadership is best. They believe that the leader's attitudes guide 
behavior. Blake and Ptouton say that 69-75I of leaders evaluate themselves 
as having an Integrated style before train^pg. Blake and Mouton's leader- 
ship Grid Is Included. Thetrgrld charts Concern for Production a^long the 
X-axis and Concern for People along the Y-axis. The scores range from 1-9 
(see the Grid diagram In the Appendix). 
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Fiedler 

For Fiedler, the organization's; effectiveness depends on the Inter- 
action bettieen the leader's personality and the situation. T1ie^^l%ter's 
notlvatlonal structure should pe matched Mith the ;degree to which the 
situation gave th^ 1ea(ter control and Influence over the outcome of his 
decisions. The leader mist fit the situation^ 

Fiedler descrltes the need structure of the le9<ter as "leadership 
styles". Leadership style Is an aspect of the leader's personality. 
Style Is difficult. If iwt iopjsslble, to change. (Fiedler, 1973) 

Certain types of leaders perform best In certain situations. Groups 
led by task motivated leaders tend to be more effective In situations 
which are hlgh^ favorable or highly unfavorable to the leader. Task 
motivated leaders are also more effective In situations where control and 
Influence are either very high or relatively low. TvSSrelatlonshlp motive- 
ted leaders are effective In sltuatlcms where their control anfl Influence 
Is Bioderate. For Fiedler, the leader's style Is antchetf to the situation. 
He doesn't bellevtthat training Is effective In changing. the style of the. 
leader (Fiedler, 1967.) 

Asfj^ur was critical of the task oriented leadership scores and their 
Interpretation. (Ashour, 1973). Schrelsh^ and Kerr (1976) confirmed 
Ashour' s findings and reiterated his comments. 



Likert 

Likert relates the leadership process as an organizational varlctjble 
to the extent to whijch superiors have cofldence and trust In their employees. 
He also relates leadership process to the freedom sulwrdlnates feel they 
^ have In openly discussing things about their Jobj. He also relates the 
leadership process to the solicitation and use of employees' Ideas by 
ERIc leader.^ The systems of organization are authoritative and parti clpa- 
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tive. Likeft's Organlzatielnal and Perforsiaiice Characi^ri sties \)f Differ- 
ent Hanageo^t Systems Based on a Coaparatlve Anrflysis.^ iilthin Likert's 
systep, the participative group, the leadership process reflects confidence 
and trust In t^he subordinates. Subordln'ates arci^ free and open to express 
their opinions and Ideas and offer suggestions to the supervisor. liSis 

participative Bi6de1 Is In direct opposition to the exploitive authorita- 

f ' , * • • ■ • . » ' 

'tive fflodeVCSyst^ 1) fh ifhich subordinates seldo* maKe stiggeltli 



ions or 
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express opinions 'because of the lack of trust and Uck oi confldwice In 
the supervisor/Teader. * / 

Likert also assesses the ^t1vat1(ma1 forces, comunication processes. 
Interaction- Influence process, d^lslon-oaklng processes, ^a1 setting and, 
control In the authoritative and participative syst«ai. Exh'tblt 3 in the 
Appendix cites the characteristic of each organizational variable within 
the exploitive authibrltatlve, benevolent authorftatlve* consultative and 
participative group systcfis of organlz^tlonsv^ The st;yle of the organlza- 
tlonal^systeiR, according to'pledler, should fit the styll of the leader. 

» ' * ' V f 

This writer belfeves the sty,le of the organization oust also fit the em- 

* plo^ee. 

Likert's iwidel is one which most readers can identify with and apply. 
The language and descriptor^ are plain and easy to upderstand. 

V 

* , . Hersey and Blanchard ^ 

Hershey and Blanchard developed the Leader Effectiveness and Adapta- 

ftility; Description (L.E.A.D.) which Is a standardized instrument which 

measures the lea(ier*s style, as perceived by others. Twelve situations 

are described and four possible actions by the leader are described. The 
t 

7 ■ V • 

employee must circle the alt^hiative which best describes the behavior of 
the leader of his gfoup.'^The instrwiient plots directive versus supportive ' 
behavior in terms of the task and the relationship between employee and 

O 



supervisor/leader. N 

According to Herse^ and.Blandiard, tha| successful leader^ can adapt . 
behavior to the organizational situation, in other words, the leader 
can change to fit the sittifttlon (unlike Fiedler), task and relationship, 
for Hersey and.Blancl»Hl» are not BAitually exclusive tnit'can and do occur 
at the $aa« or different level $4 . 

The theory Is tesed on a dynasHsi^ among: (1) the^rount of task 
behavior a leader provides; (2) the'aoount of relatlmshlp behavior ex- 
tended by the leader; and (3) the "aaturlty" level thalf. fblTowrs exhibit 
( on the task th^ leader hopes to accc^Tlstr through the eoployee. As. the 
employee becoiies nore coi^tent at the task, the, sui^rv1sor/«^loyee |an 
reduce his task behavior and Increase hfs relatfonship behavior, farther- 
nore. as the «^1oyee is rmrM by Mng a good Job and^recelv^Tng posi- 
tive stroking, his/her '• ' need fbr. high emtlonal support fron the 
supenfl |or/l eeder Is reduced. * . 

Hershey and-Blanchai^^s questionnaire Is used Injtlj^ current studly. 
It win be discussed, developed and analyzed furttwr In the MethQdolo^ 
section. - I 

IV. Terms to be defined 

^C^fWosher ah^urple, 1972, p. 3) Is the person whose task Is to teach 
"...teachers how to t^ach...and professional leadership in reformulating 
public education. ..Its currlculiag. Its teaching and Its forms." 

Evaluation (Howard, 1983) Is the process of securing valid, reliable, 
^ and applicable Information about programs, program structure, processes, 
outcomes and Impacts. ' ' . 

Maturity (Hersey and Blanchard, 1977) Is the capacity to set- high 
yet attainable goals, willingness and responsibility, education and/or 
experience tf an Individual or a group. ' 

• '9 * 



' . Task Behavior (Hersey and Blanchard, 1977) Is the extent to which 
a leader engages in one-way conraunfcatlon by explaining what each follower 
U to do as well as when, where, and how tasks are to be accomplished. 

RelatlOTshiD Behavior tHersey and Blanchard, 1977) Is the extent to 
which a leader engages In two«wey coawinlcatlon by providing soclo-econ? 
omical support, "psychologlcaJ strokes", and facllltatj^g behaviors. 

High Task/Low Relationsh ip Leader Behavior (SI) (Hers^ and Blanchard*. 
19T7) is reffrrted to as "telling" because this style is characterized by 
one-way comminication In which the supervisor/leader defines the^les of 
followers and then tells the« what, how, w'heif and where to do various tasks. 

High Task/High Relationshit^^Behavior (S2) (Hersey and Blanchai^, 1977) 
is referred to as ^"selling" because with this style post of t|ie direction 
is still prided by the leacter. He or ste also atteispts through two-wi^r 
coBBHinication and socio-esotional support to get the fdllwwrCs) psycholo- 
gically to buy in %o decisions that hav^ to be sade. 

High Relationship/Low Task Behavior (S3) (Kersey and Blanchard, 1977) 
is cafled -participating" because with this style the leader and f611ower(s) 
now share In de&lsion making through two-way conwuni cation and much faclli- 
tating behavior from the leader since the followerCs) have the ability 
and knowledge to dp the task. ^ 

Low Relationship/Low Ta sk Behavior CS4) (Hersey and Blanchard, 1977) 
Is labelled "delegating" because \he style involves letting followSS "run 
their own ^ow\ The leader delegates since the follower(s) are high in 
maturity, feeing both willing and able to take responsibility for directing 
their own behavior. 

V. Methodology 

During the 10th week of the semester, twenty (20) tutors employed 
In the AcWemIc Skills/Learning Resources Center (AS/LRC), Bowie State 

; 10 
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College's Special. Serv lces^ fgr Disadvantaged Studeivts LSSDS) project, 
were adwinlstjred the Leader Effectiveness and Adaptability Description 
L^E.A.D,) questionnaire tsee Appendix)" developed by Hersey and Blanchard 
In 1973. Ten of the tutors are new employees. I.e., were employed for 
ten weeks at the time the survey Instnaaent was a<tatfil stored. Ten of » 
the tutors are old eaployees; 1.«., were €wiployed for 2 or more sisters 
' at the tUne the survey 1nstruB»nt was achnlnl stored. All forms were 
completed and returned anonymously . New wiployee qlt&tlonnaire ftonns 

4 

c • 

had an N oarked In the upper right hand corner. ♦ Frequency^istrlbutlons 
[ were compiled for new -and old employees on each Item. The following | 
specific responses %fere recorded for each situation listed. 1^ 



UE.A,D. Survey 

Situation #1 r Suhordlnetes are iK>t responding lately io > this leader's 
friendly conversation and Qbvlous concern foe their welfare. Their 
performance Is declining rapidly,"" ^ 
Alternatives ; This leader would; * 

A, emphasize the use of uniform procedures and the necessity for task 
accomplishment. r ^ 

Raw! % 
TIeSiTS ^ 
01d:7 35 
Total :1 2 60 

B, he available for discussion hut would nofr push his involvement. 

' Itawl % 
*t ^J^ewTl ' T" 

OldiO 0 
Total:! 5 

C, talk with subordinates and then set goals. 

I Rawl I 
TliwT3 .T5~ 
01d:3 ■ 15'. 
* Total :6 30 % 



d. Intentionally not Intervene, 



Rawl 


S 




■'T 


01d:0 


0 


Total:! 


5 



S1tuat1on#2^ The jobstrvable performance of this leader *s group Is 
Increasing.^ Tlie leader has been making, sure tbat all raenBers were ^ 
aware of ttietr responst&llltfes aM expected stnadards of perfOnnence. 
Alternatives ; Tfiis leecter would: . ' . ' 

A. engage lii friendly Interactloft* but continue to'aake sure aTl 
ra«ibers are aware of tbeir responsibilities and expected standards 
of perforaiance. 

Rawl % ' ' 

. 01d:6, 30 

Total :10 50 - { 

B. take no definite action. ' 

Rawl % , 

HSfTo "T 

. 01d;Q 0 

Total :0 0 

C. do what could be <tone Jto make the group feel Inportant and. Involved. • 

Rawl % » 

. BiwTB 1!S 

N)ld;4 20 

Total :9 45 

D. emphasize the Importance of deadllTies and tesks. 

Rawl X V 

OldjO 0 
Total :1 5 

Situation 13 ;T b1s leader|s group Is unable to solve a problem. The 
leader bas normally left the group alone. Group perfbrwance and Inter- 
personal relations have been ^d. 
Alternatives : This leader would: 

A. work with the group and together to engage In problem solvlnq. 

Rawl I 

01d:5 25 
Total:? 35 

B. let the group work It out. 

Rawl X . . ^ 

TiiwTo T 

01d;0 0 
• Total :0 0 

C. act:qu.1ckly and firmly to correct and redirect. 

Rawl % . 

01d;3- 15 



X 




^ Total- 9 



45 



O.^^^Rge group to work on problem and be ^supportive of their effor'ts 

^ Rawl X . ^ 

Ti5#T2 TIT 
0ld:2 . 10 

Total: 4 20 
S1tuat1on#4 : This leader Is considering a change. Theleader's 

subordinates b.v.- a fin. record^of acco^pllsh^nt. They respect the 



fleed fbp change. 
AUertotlves : This leader wuld: 

Si tw^dlwtfvl^''^^'^"* In developing the changi^ but would not' 

. . HewTe ^ur 

Qld:3 15 . ... 

TotaUS . 25 , ^ . 

B. announce changed and^ben 1»p1^nt with close supervision 

Rani ' -% •'' . 

f f li«iT3 TT 

Old:! .5 

^ , ' . Tofal:4 20 . ' ' 

. -i:'. allow group to fonwilate Its own directton. 
, (jayl . .% 

- , N^52 . - TIT , . ' 
N 0W;3 V .15 

i , TotaT;5 . 25 

□.incorporate group recomndations but direct tbe change 

Rani 1 ' 

15 * . . 

c**. .-i^^ ' Total 

IJttiatgpfS : The perforoance of this leader's group has been drooolno 

SSeSft^ ^1iiSfn?JJ*^i ''"^^ ^ «icon?erSed%?;h 

^Re^teftntn^ roles and resoonslbllftfes has helped In the 

SS tte^ contlnwlly imM rSrtndfng to have tbelTtasks^ne 

Alternatives ; Tfcts leajler vouldj - 
A. allow group to fbmlate its om direction. - ^ 
* Rw# % . 

4)ldj(l^ 0 
„ - * • Total jO 0 

H. Incorporate group recomndattons , but see that objectives are net. 

01d:3 .15 
_ Total: J 15 

C. redefines roles and responsibflftles and -supervises carefully 

Kew?ia W 
aidje 30 
„ Total :16 80 - 

D. al low group involveraent In deteralning roles ai 

J Raw! % 
TiiSTQ IT 

Oldjl 5 

Total :1 5 / 

Sltuatlonffr; This leader stepped Into ag^flclently runorganlzatlon The 
SrSt'lT ^^^^^f-ator tightly controlled the situation. The leade"' 
If.ii«4i? ! productive situation, but would like to begin 

humanizing the enviroimnt, ^ 

Alternatives : This leader would; 

A, do what could be done to nake tbe group feel important and involved. 

f Rawl % 

, ' New;3' - ^ 15 




• Total :6 . 30 

B. eophaslze tbe Importance of deadlines and tasks. 

^ Old;! 5 
■ , - ' ^ Total:5 . 25 r 

C. Intentionally not Intervene. 

: ' 01d:0 . » 0 
\ T6tal:l s 
p. get Invalyed In dec!lson-«ak1ng; but see tliat: objectives are iset. 

. f-. New: 2 . ' TDT ■ ^ 
♦ .01d:6 30 ^ 

total :8 " 40 ' 

i^K5rS*tL^SiJi,i**£LJiL ^ « structure that mil 

nLS!S rSJ^ M^rs fo tbe group bave made suggestions about 

iTus SSellStionI! proAictlve and tooSitrated flexibility 

Alteritatlves : Thfs leader would: . 
A. define tbe cbange and supervise carefully. % 

gaiil , X ' 

0M:3 15 
f * TotaljS 40 

S^gSiM^tiiSSJStC *" '^"''"""^ *^ '1 to 

iuwi X 

HiF? TIT 
• OldiC 30 * , \ 

Total :8 40 

tBplL2ntltl2n^° clwn^s as rec(W«»nded, but maintain control o^ 

gawl X ^ 

11^3 • "T? , 

Old:l • 
Total :4 20 1 

D, avoid cdnfrontation; le^ive things alone. ' 1^ 

Rawl X 
liSTO 'TTj 
01d:0 0 
Total ;0 ' 0 1 ■ 
51tuation#8j^ Group performance and int^erpersoi^al relatio'ns are good, 
»hts leader feels somewhat unsure about fail lick, of dfVection of the 
Qroup. . I 

Alternatives ; This leader would; 
A, leave ythe group alone. ^ ' i 

' Rewl . X 
liei?T2 Vr 
^ "OldiO 0 

- Total :2 10 ! ' 

nwe«?^"ch!!SgSl!"*"**" "^^^ the group and thtn he would initiate 

Rawl ' X ^ 



Tat»1;7 '7^5 

C, take steps to direct $uBoyH«nates toKird swmng In a nfell -defined 

Raw! ' t 

- - TOTZ TIT 
f 01d:5 25 

Total :7 3S 

D, bB suppofttye tn dtscusstns tbe sttuatlon irltfi t6e group but not 
too dtrecttve. . - 

Oldjl 5 . ' 

Total :4 20 • ^ 

Situation 19 ; Tbts 1ea<ter bas l&en appointed by a superior to bead a task 
forca that' ts fiir overdue tn naMng re€p»sted recmend|t1ons ft>r change. 
Tbe 9n>m> Is not clear ofi Its ^a1s« Atttndaince at sessions ftas been 
y Tbeir iseetlngs bavt turned Into soclaT gatberings. Potentially, 

\ tbay abve tbe talent necessary to belp, . 
Altematlyes ; TUls leader vouid: 

A. let tfaje group worfc out Its problem, v 

OldjO^ 0 
TotafiQ 0 

B. Incorporate group recoanendatlons* but see tbat objectives are met. 

Raul % 

01ds2 10 
Tout (6 30 
cC redefine goals and su^rvlse carefully. 

Raiil % 

f ■ '• ' WSi3 T5 i 

01d;6 ^ 
. T9taT;9 45 . 

D. allow groUp involvaient In setting goals but trmild mt push. 

Raw . % 
TT 

0Td;2 10 

Total ;5 25 - 

Sttuatlon H<^^$ ^^bord1nates, usually aide to jUkrJcesponslMJI ty^arejwt^ 
. Vespbndihg to'tbe leader's recent redefining of standards. 
Alternatives ; Tbis leader iwuld; • 
A. atiow group 1nvolvei»nt in redefining standards, but would not take 

control. 

Raitl % 

01d;a 0 ' 

Total 82 10* 



B. redefine standards and supervise carefully. 

01d:6 30 
Total :14 - . 70 ^ 

C. avofd confrontation by not applying pressure:leave the situation alone. 

1^0 IT 
OidjO 0 
ft < _ Total :0 0 • 

0. incorpmNitf group rtcouBjiidatlons. but see tbat new standards are met. . 

^SttO IT'. 
01d:4 20 . • 

Total f4 ■ 20 ■* ' 

AUernattvei; T6ts leader wuldi 

wnw" ''*'^* -orking In . -defined 

Raul X 

niS5l^ TST 
01di2 • 10 

B ^ 1 Total 25 

B. involve subordinates tn tetslTn^Mng^and reinforce good contributions. 

0)df9 20 
- Total |7 35 

racJtcS!''*"** P«''^*'~»c« «ttli group and then exaiaine the need for nen 

01dj4 20 

_ ^ Total ;b 30 ^ 

D. continue to leave the group alone. 

55«£ . % ' . 

_ _ . OldiO 0 

Total :2 lo • 

Alternatives: This leader would: * 

^r^iy^rms solution irtthsubordi nates and examine the need for n.ei. practices, 

J01d:l 5 

ft ^ Total :4 20 
B. allow group nei^rs to work it out th«nselves. 

RaWI - % 

IffiwFi 

01d;4 20^ 

Total ;5 25 



C. act quickly and firaly to correct and redirect. 

01d:2 - 10 
Tot«l:4 20 

D. participates In probTes discossl'on lAlle providing supporter subordinates. 

|sh£- JL . r 

llii:4 , 
• 01d;3 J5, * 

Total:? 35 ' 



The survety .qiMStlons tfere ($0Bp1«ted and returned In a basket In tbe' 
supervisor's office at tbe leisure of eqcb tutor. Soise fOnas were turned 
In at the sa^ tise. 
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By compfllng and socring the data for new and old employees, 
the results are as f011oi«. 
^ In terns of style, 52 responses of new tutors and 42 responses 
of old tutors fndfcate the leader fs charaoterlzed &y high task/low 
j^elatfonshfp. 29 responses <of n«r tutors and 42 responses of old tutors 
tndtlate tSat the leader*s style Is characterfzed by hfgh relationship/ 

« * 

.low task. 91 responses of t\m tutors and 4 respoTttos of old tutors • 
show a style characterized low relatlonshfp/low task. 

Men scoring for style adaptability, the survey reveals that new 
tutors gave the leader a total of 't'25 In the effective leadersh1|jiliMns1on. 
Old tutors gave the supervisor/ leader a score of +83 In the ef^tlve * 
leadership dimension. These results Indicate that old tutors perceive 
the supervisor/leader *s style as B»re effective than new tutors. 

The supervisor's scores reveal a high task/high relationship 
-^scors whfch is consistent vtth the view and scores of the old tutors. 
The Scores of the supervls^ are within the "selling" (S2) quadrant 
of effective- styles. This style Is consistent and^approprlate fOr 
the college students the supervisor/leader works with. It should be 
noted that all tutors are trained by the supervisor/leader. for one 
hour weekly sessions each Wednesday afternoon. Training sessions consj/t 
of a theoretical presentation, student Involvement trole° playing, 
psychodraraa, group non-verbal and verbal exercises, etc.) and 
feedback. The sessions, no doubt, contributed to the scores. ■■^r-.V ^' 
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VI. Conclusions 



Hypothessis #1; Accepted 



There Is a difference In the evaluation of the supervisor by new 
versus old tutors, 



(2 
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« * 

Hypothesis #2: Accepted 

Tbe supervisor's se1f-«V8luat1on Is n^re consistent with ,the old 
anployee's eyaluatlons than «1tb the new tutor's evaluations. That Is, 
In relationships that have E»en developed over tlise, the tutor's view, 
of tbe superv.1sor/1ea<^r Is more consistent with the supervisor's view 
of herself than tbe perception of the supervisor In ^new supervisor^ 
tutor relationships. 

The scores support the ration that the supervisor/leader's view of 
herself and the perceptions of tutors who know her better are mre conr 
sistent. New tutors who had, at the time of the a(ite1n1stiit1on» 
undergone ten hours of extensive training [fine hour per ^mek} and 
other positive Interactions wt^ the supervisor perceived her as 
effective. On alternative item where "confrontation* was nentloitbd, 
all tutors perceiired the lei^r as able and willing to confront. The 
writer ms amsed at just jte wall tbe tutors kiwm ber. 

Supervisor evaluation can &e a valuable asset for inrograa develop* 
gwnt, Feed&ack froio tutors or teachers or other esployees Is a valuable 
asset because It allows us to test out coraminlcatlve processes. Evaluation 
can be used for self-growth as supervisors/leaders strive -to Improve! 
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